Previous studies have generally focused on the OCB, in which employees voluntarily engage, and while because OCB is often informally encouraged or rewarded, employees may experience the pressure to become "good Staff", that is, Organizational Citizen Pressure. This article systematically explores the formation of the concept of Organizational Citizen Pressure, the possible positive and negative impacts it may have, and related research theory. The paper also looks into the future research direction of Organizational Citizen Pressure. Due to the double-edged sword effect of Organizational Citizen Pressure, a full understanding of it will be of great guidance meaning to organizational management theory and practice.
Introduction
proposed the concept of organizational citizenship behavior (OCB) and defined it as an employee's spontaneous, indirectly and explicitly incorporated into the rewards and punishments of the organization, and this behavior can promote the effectiveness of the organization (Organ, 1988) . For more than 30 years, the concept of OCB has focused on the positive impact of OCB. For example, research shows that employees who perform OCB have more potential benefits over other employees, including gaining help from others, high job satisfaction, and high performance appraisal results (Lyons & Scott, 2012) . Until the early 21st century, with the rapid economic development, managers began to pay attention to and encourage employees to engage in OCB more and more organizational citizenship behavior which is obviously extra-role behavior is also increasingly being seen as role behavior (Van Dyne & Ellis; . When starting a new job, employees' job responsibilities are clearer. Any kind of OCB may be considered as extra-role behavior. As employees spend more time with OCB, the corresponding organizational citizenship behavior is increasingly seen as an obligation within the role, and as time goes by, the boundaries between roles and extra-role become increasingly blurred (Morrison 1994) . In this professional context, employees are increasingly experiencing the pressure to become a "good employee", which is organizational citizenship pressure (Bolino, William, Gilstrap, & Suazo, 2010) . According to a survey conducted in People's Daily Online-Global Times in 2006, China has become one of the countries with long working hours in the world. Overtime has become Chinese workplace culture. Many employees take the initiative to work overtime for fear of losing their jobs. According to the data, over 600,000 people have died each year from work in China. The concept of organizational citizenship pressure was put forward relatively late, and the empirical research in related fields is relatively scarce. However, take overtime working as an example, most employees not to really willingly to but pressured to work overtime. The negative impact of organizational citizenship pressure, like the pressure to work overtime, has caused widespread social concern before the concept of organizational citizenship pressure was put forward. Therefore, in the ten years after Bolino et al. (2010) put forward the concept of organizational citizenship pressure, organizational citizenship pressure has drawn the widespread attention of theorists and practitioners.
Jamal's study (1999) shows that proper levels of stress can improve employee morale and motivate employees' motivation and enthusiasm for their work, and when stress exceeds individual-controllable levels, they can lead to physical (e.g., increased blood pressure , Metabolic disorders, etc.) and psychological (such as anxiety, depression) discomfort, thereby affecting the performance of staff work.
It is still unknown that, as a kind of pressure, whether the organizational citizenship pressure is just like the general pressure, having the "inverted U-shaped" curve effect. This paper systematically sorts out the origin of the concept of organizational citizenship stress and its theoretical and empirical research results on both positive and negative impact on enterprises and individuals; and summarizes its regulatory factors that affect the results. At the same time, this paper evaluates and the existing research on the organizational citizenship pressure in order to provide meaningful reference and inspiration for the development of organizational citizen pressure research in the future.
The Formation of the Concept of Organizational Citizenship Pressure
Organizational Citizenship pressure is a concept derived from OCB and refers to the pressure perceived by employees when they are unwillingly to perform OCB.
Numerous studies at the end of the 20th century showed that OCB has a positive impact on both organizations and individuals in many aspects. Organizational managers also encourage or even reward employees for performing OCB, resulting in gradual job creep and increasing employee pressure of being forced to perform organizational citizenship behavior (OCB).
Organizational Citizenship Behavior (OCB)
There is a clear difference in the behavior of employees in the organization; from the "minimalists", who is only willing to engage in behavior which is enough to maintain the membership of the organization, to the organization "good citizen", who is willing to do more extra role behavior which is expected, can promote the effective operation of the organization or is beneficial to others. Employees' spontaneous, not evaluated by performance assessment system and welcomed by the organization behavior is called organizational citizenship behavior (OCB) or good soldier syndrome (Organ, 1988) . In the early days, researchers have mostly focused on exploring the positive impact of OCB on individuals and organizations. For individuals, according to social exchange theory, employees with higher levels of helpfulness are more likely to be helped by others (Lyons et al., 2012) ; In addition, job satisfaction, job performance, and the willingness to resign have also been shown to be significantly positively correlated with OCB (Organ & Lingl, 1994) . Organizational managers prefer those subordinate who would go beyond their duty to help or supervise their colleagues, actively participate in organizing activities, make recommendations and be concerned about the development of the organization (Whiting et al., 2008) .
Although OCB has not be consider as one of the standard of performance appraisal, a large number of studies still show that employees' OCB can positively influence the result of superior appraisal and even affect the possibility of promotion (Podsakoff et al., 2008) . For organizations, when OCB become a common phenomenon in a organization, the organization would be more attractive to employees (Organ, Podsakoff, & MacKenzie, 2006) . Organizations also accumulate their own social capital due to their possession of "good citizens", so as to improve the operational efficiency of organization and enhance their competitive advantages (Organ et al., 2006) . Therefore, the early managers also fully encouraged, promoted and nurtured the OCB of their employees in their management practices.
Job Creep
However, with the change of corporate culture and market competition environment, organizational citizenship behaviors (OCB) are losing their spontanei-Psychology ty. More and more business managers will "request" employees to do extra work, such as prolonged overtime working, frequently bordering employees during their work vacations. Theoretical studies (Salamon & Deutsch, 2006) and empirical studies (Bolino et al., 2010) show that in more and more organizational contexts, the employees' OCB is not really voluntary or even forced. When employees engage in organizational citizenship behaviors (OCB), their behaviors are gradually regarded as normalized and routine organizational behaviors; as a result, employees need to be engaged in more extra-role behaviors so that they could be considered as good citizens of the organization (Bolino & Turnley, 2003) . Van Dyne et al. (2004) proposed the concept of job creep to explain this phenomenon. Job creep reflects the informal expansion of job responsibilities.
As superiors and co-workers gradually identify employee spontaneous OCB as role behavior, the boundaries between role behavior and extra-role behavior are increasingly difficult to distinguish. Employees' spontaneous OCBs are no longer seen as extra work behavior beyond their job requirements but as a kind of job requirements.
Organizational Citizenship Pressure
Simultaneously with the notion of job creep being proposed, Schaufeli and Bakker (2004) put forward the notion of job demands which refers to the continuous physiological or psychological (e.g., cognitive or emotional) pay or needed to maintain a job and the related physical or psychological costs. Schaufeli et al. (2004) also emphasized that one of the typical symptom of job demands is the pressure experienced by employees who want to meet their job demands. Bolino et al. (2010) proposed the notion of "citizenship pressure" based on the concepts of job creep and job demands, defining organizational citizenship pressure as a specific job demands; the pressure employees perceived when they are forced into performing organizational citizenship behavior. Relatively confusing concepts are individual's subjective OCB norms, the culture of citizenship and the citizenship climate (Bolino et al., 2010) . Ehrhart and Naumann (2004) proposed the notion of individual's subjective OCB norms, refers to the extent to which individuals think their co-workers expect themselves to perform OCB , or the extent to which OCB within the organization is considered desirable or reasonable. Culture of citizenship refers to the organizational culture which encourages OCB by treating people fairly, offering interesting or satisfying jobs, or meeting diverse employee needs (Chen, 2008) . Citizenship climate refers to the organizational climate in which employees are generally accredited and tend to spontaneously engage in an organizational climate of high levels of OCB (Tepper, Duffy, Hoobler, & Ensley, 2004) .
According to exchange theory, Lazarus (1966) suggests that stress is the psychological and physiological reaction that occurs when an individual perceives an imbalance between the needs imposed on him and the individual's ability to cope with the needs. As a kind of stress, organizational citizenship pressure is neither a perception nor an organizational culture or organizational climate. 
The Impact of Organizational Citizenship Pressure

The Negative Impact of Organizational Citizenship Pressure
For individual employees, on the one hand, studies have shown that organizational citizenship pressure increases the overall work pressure of employees, the willingness to resign, the decline in well-being, and the work and leisure conflicts (Ilies, Aw, & Lim, 2016) . In the meantime, when the level of organizational citizenship is high, it will in turn increase the employee's fatigue, that is, the sense of tiredness and fatigue experienced by employees when engage in OCB (Zhao et al., 2017b) ; thereby, employees would further reduce OCB (Bolino & Klotz, 2015) . Yam, Klotz, He and Reynolds (2017) argued that when an employee feels forced to engage in OCB due to external forces, the employee psychologically believes they have surpassed their own job responsibilities and considers themselves mentally and psychologically acquired eligibility for interpersonal or organizational deviant behavior. According to moral licensing, when organizational citizenship pressure is high, those employees who would perform counterproductive behavior so as to maintain a moral balance would accordingly reduce their pressure(contrasting employees who refuse to engage in counterproductive behavior) (Klotz & Bolino, 2013) . As a result, organizational citizenship pressure will not only reduce employee OCB but may even increase employee counterproductive behavior.
On the other hand, organizational citizenship pressures also have a negative impact on employees' family lives; employees who feel higher levels of organizational citizenship in their work also experience similar pressures at home, such as the pressure to become a good husband or a good father (Liu, Zhao, & Sheard, 2017) . Due to the role conflict, higher levels of organizational citizenship pressure often increase the conflict between work and family (Bolino et al., 2010) .
For the organization, organizational citizenship pressure will negatively affect the employee's upward voice behavior (Zhao et al., 2017b) , which may indirectly affect organizational performance. At the same time, employees who experience a higher level of organizational citizenship pressure may find the organization's attractiveness declining and may complain about the organization or have the willingness to resign (Ilies et al., 2016) . As a result, higher organizational citizenship pressures may result in higher turnover rates for the organization or difficult to keep good employees, thereby reducing the competitiveness of the organization.
The Analysis of the "Double-Edged Sword" Effect of Organizational Citizenship Pressure
Based on the above review of the study on the impact of organizational citizenship pressure, we can find that it has both positive and negative aspects, and even there are inconsistencies in the conclusions about the same outcome variable. For example, whether organizational citizenship pressures promote OCB or reduce employee OCB; whether organizational citizenship pressure leads to work-family conflicts or to work-family gains. This shows that the impact of organizational citizenship pressure has complexity; and so far, the predictive validity is not obvious. As for the double-edged sword effect of the organizational citizenship pressure, the explanations put forward by the researcher are mainly in Psychology 
Job Demands-Resources Model
According to the job demands-resource model (Schaufeli et al., 2005) , each job has its own specific characteristics related to job stress and job burnout. These characteristics can be divided into job demands and job resources. When employees are in an organizational context where job demands and resources are high, employees perceive high job demnads as "challenges" to themselves and show positive working attitude and work harder. When the employees are in
Organizational context with higher job demands, lower resources, the enthusiasm of employees will suffer; and they are likely to show slack off.
Self-efficacy is a type of work resource; a worker with a high sense of self-efficacy (rich work resources) sees organizational citizenship pressure (job demands) as a challenge to themselves, stimulating morale and showing a high level of OCB. Employees with low self-efficacy (lack of work resources) would easily get organizational citizenship fatigued, when they feel organizational citizenship pressure and thus showing a lower level of OCB (Zhao et al., 2017b) .
Employees could save their work resources by establishing positive, supportive exchange relationships with their leaders, which can also reduce their sense of organizational citizenship fatigue and thereby promote employee OCB (Bolino et al., 2015) . According to Job Demands-Resources Model, there are individual differences in the stock of employees' work resources (e.g., self-efficacy); it's also affected by the different organizational context (e.g., the exchange leadership).
The Challenge Stressor-Hindrance Stressor Framework
According to the Challenge Stressor-Hindrance Stressor Framework, stressors can be divided into challenge stressors and hindrance stressors. The expectations theory can be used to better understand how Challenge Stressor-Hindrance Stressor Framework influence employees' motivation and behavior (LePine et al., 2004) . Firstly, whether the stressor-related demand can be met through hard work, and secondly, whether meeting the demands will brought employees some value or effectiveness. The Challenge Stressor-Hindrance Stressor Framework are often associated with high motivation because people believe that challenging stressors can be relieved after hard-working and that individuals can feel a sense of fulfillment and value when those stressors are relieved. For example, organizational citizenship pressure is a kind of challenge stressor employees can relieve it by engaging in a higher level of OCB (Bolino et al., 2010) . And after meeting their needs, employees feel the pride of being a good employee. Hindrance stressor are usually associated with low motivation because one believes that the stressor's needs can not be met by paying more, or, even if that need is Psychology met, there is no sense of accomplishment or value for the individual sense. For example, role conflict is a kind of hindrance stressor; it is generally believed that when there is a conflict between multiple roles, one can not strive to meet the needs of multiple roles simultaneously. Organizational citizenship pressure is often accompanied by role conflict (Bolino et al., 2010) . Role conflict, as a kind of hindrance stressor, would reduce employee motivation to engage in OCB and reduce OCB.
According to the Challenge Stressor-Hindrance Stressor Framework, organizational citizenship pressure as a kind of challenging stress can motivate employees to engage in more OCBs; besides, it may also reduce the motivation of employees to engage in OCB by causing role conflict.
The Social Exchange Theory
Social exchange theory emphasizes the relationship that employees form at work. Social exchange theory is often used to describe two types of interpersonal relationships; economic exchange relationships and social exchange relationships. Economic exchange relationship generally refers to the short-term, relatively specific, often economic, exchange of benefits (e.g., payment). The social exchange relationship is different from the economic exchange. The social exchange relationship takes the social emotional benefits as the exchange content.
It includes close personal relationships and open obligations (e.g., respect and care). In organizations with high social exchange relationships, employees have a higher level of OCB and a lower level of willingness to resign (Cropanzano, Rupp, & Byrne, 2003) .
Numerous studies have shown that employees are encouraged to establish positive and supportive exchange relationships with their superiors and perform more OCB when they are given interesting or desirable tasks, or when they feel that they are fairly treated, or when they feel supported or encouraged by their superiors. Conversely, employees who experience a lack of organizational support and a lack of exchange of team members will likely experience a higher degree of organizational citizenship fatigue, thus gradually reducing their OCB.
According to the Social exchange theory, when employees feel pressure to engage OCB, employees who have higher satisfaction with their work (compared with staff who are disgusted with work) show higher level of OCB (OCB) (Bolino et al., 2010) . Therefore, according to the Social exchange theory, the complexity of the results of organizational citizenship pressure is influenced by various situational factors.
The Impression Management
Impression management refers to the process by which people try to manage and control their impression on others by their behavior, body and verbal language. Impression management motivation refers to the extent to which people want to control others' perceptions of themselves. There are many similarities Psychology between impression management behavior and OCB. For example, helping one's own leadership, that is, belong to the impression management bahavior, but also to the OCB. Schnake (1991) pointed out that before further understanding of the motivation behind the behavior, impression management behavior is often misunderstood as OCB. Employees may also create their "good employees" image in the eyes of their superiors and colleagues by engaging in more OCBs for the motivation of impression management (Bolino, 1999) . According to impression management theory, highly self-monitoring employees (who are more aware of their impression on others) are more likely to engage in higher levels of OCB than those who have lower self-monitoring employees. Bolino et al. (2010) , through empirical studies, show that impression management regulates the relationship between organizational citizenship pressure and OCB. When organizational citizenship pressure is high, employees with high self-monitoring have a higher level of OCB.
However, employees who engage in OCB for the sake of impression management will reduce their OCB as soon as they are promoted. Employees are also more likely to engage in counterproductive work behavior in the future as they lose personal resources when performing OCB (Bolino et al., 2015) .
Thus, the impact of organizational citizenship pressure on OCB is affected by the discrepancy between individual impression management motives. On the other hand, when the employee with high impression management motivation is promoted or rewarded through OCB, they may reduce or even engage in counterproductive work behavior. In other words, there is a mediating effect of impression management on organizational citizenship pressure and OCB, as well as the differentiated effect of intertemporal and organizational context.
Research Prospect
Firstly, the conceptual definition of organizational citizenship pressure and the choice of dimensions need to be unified. Bolino et al. (2010) Secondly, future research can focus on the double-edged mechanism of organizational citizenship pressure. Many of the above studies show that there is both positive and negative impacts of organizational citizenship pressure on employees' OCB and work-family balance (Liu et al., 2017) . Whether the relation-Psychology ship between organizational citizenship pressure and some outcome variables is an inverse U-curve. Before a certain critical point, there is a positive correlation between the variables, beyond a certain critical point, there is a negative correlation between the variables. Suggestions for future research can also start from this aspect to conduct in-depth discussion.
Finally, researchers should also pay attention to the localization of organizational citizen pressure. At present, the study on the organizational citizenship pressure (Zhao et al., 2017a) mostly adopts the general organizational citizenship pressure scale developed by Bonilo (2015) , which was developed under the background of the American culture. There is a big difference between American corporate culture and Chinese corporate culture. For example, the Chinese corporate culture emphasizes interpersonal relationships and authority. Therefore, it is suggested that the organizational citizenship pressure should be measured by the Chinese localization scale in order to ensure higher validity.
General Conclusion
This article mainly introduces the origin of the concept of organizational citizenship pressure and its outcome variables. In a review of the results of organizational citizenship pressure, it was found that organizational citizenship pressure has its double-edged sword effect. Therefore, this article further explains the reasons of its double-edged sword effect from the related theory, including the job demands-resources model, the challenge stressor-hindrance stressor framework, the social exchange theory and the impression management theory. And on the basis of the existing research, it proposes future research directions.
